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Dedication
I dedicate this study to my mom for always encouraging me to pursue where I felt called to serve.
Soli Deo Gloria.
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Abstract
This study sought to determine if the Americans with Disabilities Act (ADA) regulations
regarding interviews were helpful when trying to determine if a candidate with disabilities should be
hired for a job. The study was set up where human resource volunteers would conduct mock
interviews for candidates from a local hospital that had disabilities. The results showed that ADA
regulations help promote equal opportunity, but the human resource professionals will need to
provide more options for interviewing people with disabilities in order to accurately determine their
skill sets. The experience left the interview volunteers with an expanded mindset into how best to
interview candidates with disabilities, but also to observe how each candidate’s skills can uniquely
help and support any organization.
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Introduction
In the United States, there are about 56.7 million (19%) people who have a disability
according to the census results in 2010 (US Census Bureau Public Information Office, 2016). If
so many people in our country are affected by disabilities, then should the laws regarding the
interactions between these people and employers not continually be studied and improved upon?
Equal opportunity is a cherished idea, but what does the reality look like in making sure it is
accomplished? This study will observe the basics regarding employing people with disabilities,
the knowledge gaps surrounding the interview process for people with disabilities, and how the
process can be improved upon.
The purpose of this study is to observe if the Americans with Disabilities Act (ADA)
regulations help give people with disabilities fair opportunity for employment through the
interview process. Based on the set up of this study, interviews and questionnaires were used to
determine if the ADA laws protect the people of this minority. First, observe the history of how
the ADA was established.

Ch.1 Defining a Disability and History of Disabilities in the United States
It is key to explain that the word disability encompasses a broad range of impairments and
affects each individual uniquely. According to the ADA, a person with a disability is someone who,
has “a physical or mental impairment that substantially limits one or more of the major life activities
of individuals; a record of such impairment; or being regarded as having such an impairment”
(Miller & Cross, 2013, 547). The ADA also notes that the word disability is a legal term and not
necessarily used in the medical field (What is the definition of disability under the ADA?, 2020).
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The 13 categories of disabilities are autism, deaf-blindness, developmental delay, emotional
disturbance, hearing impairments including deafness, intellectual disability, multiple disabilities,
orthopedic impairments, other health impairments, specific learning disabilities, speech or language
impairments, traumatic brain injury, and visual impairments including blindness (Gargiulo &
Bouck, 2018, 10). Understanding the definition of a disability is important for employers because it
allows them to better understand the unique characteristics of each disability and what
accommodations may be necessary, including during the interview process.
Supporting individuals with disabilities is an ever-evolving endeavor. As early as the 1800s,
the desire to start helping citizens with disabilities earn their rights arose. Yet after gaining little
momentum towards the effort in the 1800s, the 1930s brought the formation of the League of the
Physically Handicapped, which fought for the right to work during the Great Depression. The
Disability Rights movement was furthered in the 1940s when a group called, We Are Not Alone
was formed, helping psychiatric patients move from hospitals back into the community (Meldon,
2019). Fighting for the rights of adults with disabilities was not the only issue either. In the 1950s
The National Association for Retarded Children (NARC) was formed and by the 1960s their
membership had reached several thousand. With growing awareness and increasing pressure from
civil rights groups, President Truman established the National Institute of Mental Health in 1948
(Meldon, 2019).
In January of 1961, John F. Kennedy was elected president. Having grown up with a sibling
with disabilities, Kennedy was an outspoken supporter of disability rights and humane treatment.
He supported his beliefs through federally funded research (Rosemary Kennedy). As the
Disability Movement continued, laws were starting to be passed to help protect people with
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disabilities. In 1973, the Rehabilitation Act was passed, but improvements were needed. It was
not until the American Coalition of Citizens with Disabilities (ACCD) demanded for President
Carter to sign certain sections of the act in 1977 were actual improvements seen in society
(Meldon, 2019). During this same time, changes to public education were being made through the
signing of the Education of All Handicapped Children Act (P.L.94-142), which focused on the
need for free appropriate public education (FAPE) in the least restrictive learning environment
(LRE). The law also required that schools establish an individualized education program (IEP)
that would outline where and how the child was to be educated (Gargiulo & Bouck, 2018, 45).
The Education of All Handicapped Children act pushed public schools to provided much needed
education to all students. The law was revised multiple times and eventually renamed the
Individuals with Disabilities Education Improvement Act (IDEIA) in 2004. The key components
of this law are still implemented in public schools.
While IDEIA specifically applies to public education, the 2004 revision to the initial law
established the requirement for transition services to be included in the IEP by the child’s 16th
birthday. This requirement required the child’s IEP team to consider the long-term goals of the
child, including employment and independent living (Gargiulo & Bouck, 2018, 50).
In addition to IDEIA, the Americans with Disabilities Act (ADA) has been instrumental in
shaping the workforce of today. Originally signed by George H.W. Bush in 1990, the goal of the
ADA is prohibiting discrimination that comes against people with any type of disability in places
such as the workplace, public transportation, and more (Gargiulo & Bouck, 2018, 54).
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As the fight for gaining rights for individuals with disabilities has progressed fairly quickly
over the last several decades, there is continual room for improving opportunities for individuals
with disabilities, especially when it comes to employment.

Ch.2 The ADA’s Impact and the Role of Human Resources
The ADA’s Impact:
After seeing how the Disability Rights Movement has gained momentum, businesses and
those in recruiting must observe the impact that the movement has had on society. The ADA is
something that can be improved on and its impacts are everchanging.
The ADA contains several titles (sections) and establishes governance for multiple
areas of employment. The first title is employment. Clearly, the act helps individuals with
disabilities have equal access to employment opportunities and benefits. This first aspect is
important because it shows that the act is not only a voice for people with disabilities, but it is an act
that also stands for anti-discrimination. Any cases where disability discrimination might be present,
the Equal Employment Opportunity Commission (EEOC) can be asked to investigate to determine
what actions should be taken if the claim is found legitimate (What Can You Expect After a Charge
is Filed?, n.d.). Since the ADA seeks to help prohibit discrimination, it means that when a human
resource professional interviews people with disabilities, they must have the same basic interview
questions for all individuals - disabled or not. The result of this policy is all individuals, disabled or
not, must be asked the same interview questions. The exception to this policy is when an individual
self-discloses their disability and requests reasonable accommodations.
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A reasonable accommodation as defined by the ADA is anything needed to help the individual with
disabilities complete their job tasks, such as needing flexible hours or a wheelchair ramp (Miller &
Cross, 2013, 549). Self-disclosure and the request for accommodations is the key that allows a
human resource professional to deviate from the identified questions. Examples of a reasonable
accommodation during the interview process might include conducting an in-person interview,
situational assessments, or a written interview instead of a phone interview or requesting to have a
job coach be present to help the individual through the interview process and through the transition
period to the job itself. Furthermore, the ADA defines a disability (as seen above), and states that
companies must have a minimum of 15 employees for the ADA to be enforced, and employers must
provide reasonable accommodation for all employees with disabilities (so long as it does not cause
undue hardship). The first title is regulated and enforced by the EEOC (An Overview of the
Americans With Disabilities Act, 2020).
The second, third and fourth titles of the ADA provide legal guidance for businesses as it
relates to access for those with disabilities. The second title focuses on public services. This
includes items such as prohibiting state and local governments from discriminating based on an
individual’s disability and it mandates that public entities make all parts of their businesses or
services accessible to people with disabilities. For example, the second title requires curb cut-outs
and accessible parking. The third title works on ensuring private businesses that have public
accommodations do not discriminate against those with disabilities. Public accommodations
include entities such as hotels, doctors’ offices, and sports stadiums. This requires all businesses
that provide short term housing, such as hotels, to make accessible rooms available to those with
disabilities. Title III requires that owners make needed modifications and take the needed steps to
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make sure that communication between the disabled individual and a second party is reasonable.
The fourth title focuses on telecommunications, that is how any company that provides a
communication outlet accommodates those with disabilities. This includes phone companies and
internet companies, and ensures they offer services such as closed captioning to aid those with
disabilities. In addition, the final title requires public transportation services to be accessible to
those with disabilities. Many individuals, especially those without disabilities, benefit and utilize
the accommodations provided by the titles of the ADA without fully recognizing or
understanding why “supports” that make life easier are available.
(An Overview of the Americans With Disabilities Act, 2020).
Due to the realization that small organizations (15 or less employees) may struggle
financially to provide for reasonable accommodations, the federal law instituted the provision of
undue hardship. Undue hardship is seen when providing accommodations would be too
expensive for the employer or very difficult for the employer to provide. The employer must
prove that undue hardship would occur if they hire the disabled individual, and most undue
hardship cases are determined on a case by case basis since they are very circumstantial (Miller &
Cross, 2013, 549)
The Role of Human Resources:
Understanding all the aspects of the ADA is important for companies and human resources
professionals. The role of human resources in a company has matured over the last several decades.
Not only do they focus on recruiting, but also on maintaining employment records, conducting
background checks, acting as a mediator, advising managers on policies, giving trainings, and more
(Human Resources Career Overview). As noted in Miller’s text, employers must change their job

10

applications to be open to all candidates. Also, employers are limited in the types of questions they
can have on job applications and are limited by what they can ask during the interview process
(Miller & Cross, 2013, 549).
In addition to the detailed administrative roles, human resources professionals also help
dictate company culture (Luman, 2016). Human resources ensure that employees’ needs are met and
makes sure services are offered to help employees with their work. It is also expected that human
resources help encourage the individual to better themselves and expand in their career. Company
culture can make or break a company, and positive company culture can reduce turnover. Human
resource professionals have an important role when interacting with and hiring people with
disabilities. They not only have to understand all the guidelines of the ADA and other employment
laws when interviewing and training a person with disabilities, but also understand how they can
make the individual feel valued within the company. When a well-trained human resources
professional interviews a potential candidate with disabilities, they accommodate them throughout
the whole process. It is important to ask the initial questions that comply with laws and company
policies, while also making sure they truly get to know the individual so they can see how the
candidate would fit in their organization. While this complex task is conducted frequently and
measures have been taken to ensure that people with disabilities are being treated fairly, it is also
important to remember that human resources students and young professionals should be trained on
how to handle and conduct these interviews and not just understand the laws regarding employing
individuals with disabilities.
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Ch.3 The Disconnect
The purpose of this study is to see if the ADA regulations prohibit human resources
professionals from accurately interviewing their candidates with disabilities. The ADA laws and
regulations have been improved upon over the last several decades, but the question remains if
those laws and regulations allow the human resources professionals enough opportunity to get to
know their candidate. All candidates should be interviewed on a level playing field, but with
individuals with disabilities, the generic interview process that follows ADA guidelines might not
allow the human resource professional to see all the candidate’s capabilities. Several factors, such
as personal experience, can influence how any candidate may perform in an interview. For those
with disabilities, the number of factors that influence their performance are too numerous to list.
This issue begs the question; are there additional techniques or measures that could be taken by
human resources personnel that would allow them to better understand the candidate’s
appropriateness for the posted position. The US Bureau of Labor Statistics reported that 66.3% of
people without a disability were employed, while only 19.3% of people with a disability were
employed in 2019 (Persons with a Disability: Labor Force Characteristics Summary, 2020). The
ADA clearly outlines the anti-discrimination measures that public and private entities must
implement. Despite this guidance, many human resources professionals continue to struggle with
understanding the line between individualizing processes and prohibiting discrimination from
occurring. The key question, and the one addressed by this study, is do the ADA regulations that
are intended to prevent discrimination inadvertently prevent professionals from providing
individualized interview questions that can inadvertently result in lower hiring rates for those
with disabilities?

12

Ch.4 Goal of the Study and Overview of the Study
The Goal of the Study
The main goal of the study was to address the disconnect between what ADA laws dictate and
how a human resources employee conducts the interview process. The question is if the ADA laws
prohibit human resource professionals from being able to conduct interviews that help them better
understand the candidate’s abilities. Also, the study will give the volunteer interviewers and
volunteers with disabilities the opportunity to practice this interview scenario, hopefully better
preparing both parties for their future careers.
Overview of the Study
The study was set up where human resources students volunteered for extra credit to help
conduct mock (practice) interviews of people with disabilities. The human resource students were
asked to complete a series of questions before and after conducting the interviews, and they were
assigned to work in pairs during the study. Each pair was given a list of predetermined interview
questions, and one was asked to play the role of interviewer, while the other was asked to
document the participant’s responses on an interview questionnaire form. Each set of human
resource partners was asked to interview at least two applicants for the position. At the
conclusion of the mock interviews, each human resource participant was asked to complete two
surveys regarding their experience.
Participants
Five human resources management students from a local university were recruited to
participate. Each of the volunteers were in upper division or graduate programs that would lead to
a degree specializing in human resource management or communications. The students were
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recruited by two management professors and in exchange for their participation they were given
extra credit in their course.
The local hospital participated in a joint venture with the local city school system in which a
small group of students with disabilities completed their last year of high school working within
the departments of the hospital. The goal of the project is to provide hands-on employment
opportunities with the goal of long-term employment once a match between position and
employee is made. The lead instructor of the program was contacted and arrangements were
made for the students to participate in mock interviews as part of the study. Participants were
diagnosed with a myriad of disabilities including, but not limited to, autism spectrum disorder,
intellectual disabilities and physical disabilities.
Setting
The interviews were conducted at the local hospital. There were two interview rooms, one
waiting room for the individuals being interviewed, and one other room where the human
resource students were trained. The training room had several tables and chairs that circled the
room, and this is where the student volunteers were instructed on how to conduct the interviews
and which forms they needed to complete. They also signed in so that they would receive their
extra credit for their course. The waiting room for the individuals being interviewed was where
they would normally report for work, and had a few computers, tables, and chairs set up
throughout the room. The managers of those individuals were also present. Lastly, the interview
rooms had three chairs, two on one side of the room for the student volunteers and one on the
other for the individual being interviewed. The doors were left open during all interviews.
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Conducting the Study
Each human resource participant was given a questionnaire the day prior to the day of the
mock interviews. They were asked to answer every question to the best of their ability. It should
be noted that we had more students that needed to complete the pre-study questionnaire because
some students showed up to help with another set of interviews not highlighted in this study (see
Exhibits A and B). After arriving at the hospital, the human resource students were given
instructions on how to conduct the interviews and how to complete the questionnaires during the
interviews. During the mock interview, participants were being asked to interview for a position
in a local theater as a ticket taker. Each human resource team was given a copy of the same
interview questions and placed into the two interview rooms (see Exhibit D). The human
resource teams were given strict direction to not deviate from the questions. Additionally, all the
human resource pairs were given the interview questionnaire and the post-interview questionnaire
to complete during and after the interviews (see Exhibits E and F).
The questionnaire asked people to rate the questions asked on a scale of one to five (five
being the best). When analyzed the highest percentage was paralleled with a rating one through
five to determine how the interview went, so if a rating of four had 60%, it was assumed that
most of the responses from that question depicted a positive result. We then rotated out
interviewers because there were five students and we wanted each to have a chance to practice.
Once the interviewers were in their designated rooms, we sent in the staff members being
interviewed one a at a time. Each staff member went through two interviews that were for the
same position and asked the same questions. The interviews were not necessarily back to back for
the candidates. After they were finished being interviewed, they were free to go. The university
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students completed the post-interview questionnaire that was based on the mock interview
experience from the human resources perspective. Also, the students were asked to complete
another post-interview survey online after the interviews.

Ch.5 Results
The results of the study were more qualitative than quantitative. The pre-study
questionnaires showed that most of the human resource participants had a general idea about what
the ADA stated regarding conversations in interviews; however, some of them were misinformed.
Some of the human resource participants thought that the mock interviews would go well, and
others thought it depended on the person’s disability and the type of job for which they were
interviewing. Most of the human resource students had no reservations about interviewing people
with disabilities, but some were unsure of what to ask in the interview (note that the questions for
the mock interviews were provided, but they did not know this fact when completing this survey).
Many of the human resources students expressed excitement about the opportunity to interview
people with disabilities, some due to prior experience and others because they wanted to bring
awareness to the cause. Most of the human resource students were either currently working with
someone identified as having a disability or had previously worked with someone with a disability.
Despite these experiences many of the human resource students had never had any experience with
interviewing or hiring an individual with a disability.
As part of the questionnaire, the human resources students were asked if they had any
concerns regarding the hiring of someone with a disability. The identified concerns included being
unable to provide and pay for accommodations, safety concerns, training, and employee adjustment.
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All of the candidates had some type of plan for acquiring reasonable accommodations, such as
filling out the correct paper work, allowing the individual to self-disclose needs, determining the
cost of the need, and it seemed most knew it would depend on the company’s size and on the
scenario. Each human resource participant expressed a desire to gain experience and skills from the
mock interviews. For example, some sought to learn how to interview a person with disabilities, an
opportunity to practice an in-person interview, or how interviewing a person with disabilities affects
the employer. Most of the human resource students expected the experience to go well, and some
had a more realistic view in that the severity of the disability might impact the process and
experience (see Exhibit B).
The interviews were focused on determining, ultimately, if the person was employable and a
good fit for the job. A secondary goal of the interviews was to gain insight into what the human
resources students thought and felt about the process. The interview questionnaire (the questionnaire
determining if the person was eligible for hire) results showed a variety of observations (see
Exhibits E, G and H). The interview questionnaire asked very basic questions to help determine if
the candidate was hirable.
While each human resource team interviewed different students with disabilities, a review of
the interview documents found that the human resource students felt that 75% of the interview
participants were dressed professionally and considered respectful, but only 38% were described as
having professional mannerisms, such as speaking clearly and good etiquette. Overall, the human
resource teams felt that the interviews were comfortable, but yet they reported that 63% of their
interview participants were unable to understand the questions and 76% were unable to express a
response to the question that was clear, articulate and related to the question posed by the
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interviewer. In addition to the difficulties expressing their responses over half of the human
resource students noted that the participant interrupted them during the interview, and only 38%
were described as having appropriate social skills, such as waiting for the other person to finish
talking or staying focused. In addition, more than half were unable to remain on topic during the
interview. Despite these difficulties, the human resource students reported that 63% of the
participants were able to maintain eye contact.
When asked if the participant had the necessary skills to perform the job, the human
resources students reported only about 50% of the participants could respond with sufficient
information during the interview to determine whether or not the participant could perform the job.
In addition, only 25% of the participants were able to describe previous interviews or gave the
perception that they had previously participated in an interview. Overall, only 38% of the human
resource students said they would hire the participant if given the opportunity. While these
percentages may seem broad, the key takeaways are that around half of the participants had the
skills to perform the job, and while only one or two candidates might have been hired, all were able
to complete the interview. The questionnaire questions asked were specifically selected to observe
the candidate from the perspective of a human resource professional. When half of the participants
appeared hirable, that leads the researcher to believe that people with disabilities are capable and
can perform beyond what people may assume. The results showed the candidates were able to prove
themselves hirable, and this was only during a verbal interview. The candidate’s skills may not have
been displayed, but it shows how if given the opportunity human resources professionals might
better ascertain a candidate’s abilities through more creative forms of interviewing. In human
resources, candidate pools are very circumstantial, but based on the candidate pool available for this
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study, the results did confirm that these individuals can perform well in an interview and have a
strong promise for performing well on the job.
The post interview questionnaire results aimed to gather more feedback from the interview
experience from the human resources students (see Exhibits F, I, and J). Sixty percent of the human
resource students described the experience as positive, but only 40% responded that they felt
confident while conducting the interview. Around 60% of the interviewers were able to keep the
interview flowing, and 60% of them said they were surprised by how well the candidates presented
themselves. The data showed that 80% of the interviewers felt more confident and prepared to
conduct interviews with candidates that had disabilities in the future, and 80% also stated it was
easy to abide by ADA regulations. About 80% of the interviewers felt the interview questions
helped them gage if the candidate would be a good fit for the job, and 100% of them said they had a
positive experience during the mock interviews. These results show that human resource
professionals can often be surprised by how strongly candidates with disabilities present themselves,
and it helped them realize where their knowledge gaps lie. The results found that 80% thought the
questions helped determine a candidate’s ability, but only one or two candidates were deemed
hirable. Remember, all the candidates in the process were already employed at various jobs. It
seemed that the interview questions provided a strong base for determining a candidate’s eligibility
for hire but were not completely accurate in showing the candidate’s abilities. While the structure of
the study made it easy for the human resources students to abide by the ADA guidelines it seemed
like the human resources volunteers could have used a more varied interview set up in order to
better determine if the candidate was eligible for hire. Despite the regulations, human resources
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personnel need to be diligent in finding equal opportunity solutions to interview challenges that
allow a candidate with disabilities to have their true skill set observed and evaluated.
The post-study survey was focused on the volunteer’s experience and lessons learned (see
Exhibits A and C). The results highlighted how the human resources students had a very positive
experience and little feedback on what could be improved. Most of the human resource students
thought that the interviewees performed very well but did admit some people performed better than
others. All the feedback from the volunteers stated it was easy to abide by the ADA laws, especially
since the mock interview questions were provided. Most of the candidates said that the experience
helped open their eyes to what the process was like and what to expect for family members with
disabilities looking for a job or what to expect as a human resources employee. The aspects of the
process that surprised the volunteers were the candidate’s professionalism, how easy it was to
overlook their disabilities, the incredible memory and retention rate of the candidates, and how
prepared all the candidates were for the interview. The volunteers’ takeaways from the experience
included being willing to rephrase questions, never giving up on an interviewee, and that the
person’s strengths and talents go beyond their disability. Each volunteer gave recommendations for
preparing candidates that had disabilities, such as practicing multiple job interview scenarios, being
patient, job shadowing, and more. The volunteers’ recommendations for human resources include
they need to be willing to repeat and rephrase questions during the interview, to be patient, to look
for opportunities such as this study to gain practice, and to have an open mind. The volunteers
analyzed if any of the candidate’s non-verbals helped or hindered their interview. Some said the
candidate was professional and had the expected non-verbal’s (i.e. sitting up straight), while others
mentioned the candidate was fidgeting with their hands and had no eye contact.
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Ch.6 Limitations of the Study
After the study was completed and the results were being reviewed several limitations were
noted. One of the first limitations was the reliance on volunteers to complete the study. While
several human resource students and the number of individuals with disabilities who volunteered
was initially quite large, several failed to participate on the first scheduled interview day. Additional
human resource students and individuals with disabilities were recruited, but the total number of
participants was still not as large as initially hoped for by the researcher.
The percentages of the interview questionnaires and post interview questionnaire may seem
high, but it is important to note the high results come from such a low number of interviewees.
However, four candidates were able to be interviewed in depth thanks to volunteers from the local
hospital program.
Another limitation that arose was the human resources students did not complete the
questionnaires correctly, such as forgetting to list an interviewee’s name or forgetting to complete
the back side of the sheet. The data showed that there was about a 12.5% margin of error on the
interview questionnaire results. Also, not everyone completed the post-survey questionnaire,
making it hard to gain everyone’s feedback on the experience. This issue most likely occurred due
to the participants having to be prepared on the day of the interview and being unfamiliar with the
study.
Another unforeseen limitation occurred when some of the candidates were able to memorize
the questions from the first interview, and since they were asked the same questions in the second
interview it was hard to get original responses. While this was a limitation to the study, it did
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highlight the benefit of situational practice and the participant’s ability to memorize questions and
provide the appropriate answer to common questions.
While conducting the interviews, the human resources volunteers learned that they were
asking the questions too quickly. Some of the interviewees needed at least 30 seconds after hearing
the question to formulate an answer. This was a good interaction for the human resources volunteers
to learn, but also due to the normal fast-paced interviews they were used to performing, the
volunteers might have pushed the interviewees to answer too quickly and not received or observed
genuine answers and behaviors.
Another limitation that should be noted is that of human bias. Unbeknownst to the
researcher it was discovered that one of the human resource students was a current human resource
staff member of the hospital at which the program is housed. Feedback from the program manager
was that this human resource staff member had previously interviewed a participant of the program
and deemed them “unemployable.” Interestingly, this particular human resource student
volunteered to participate in the experience. While human bias cannot be removed, personal
awareness of this bias can help eliminate any adverse impacts it may have.
While percentages were obtained, the true nature of this study was one of qualitative
research. Each interview, participant, and scenario are unique and in turn have unique responses.
For example, some of the interviewees needed the questions repeated, rephrased, or reworded. This
eliminates the ability to ensure that all the interviews are 100% the same, preventing discrimination
as stated in the ADA laws. Many aspects of human resources are circumstantial and in turn much of
the study was qualitative. There are key observations and takeaways from the study, but these are
not solely gained from the quantitative data.
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Ch.7 Recommendations and Further Study
After reviewing the results and limitations of the study, there are a few recommendations
and next steps that can be taken. The first and most important idea being to observe is that no two
interviews will ever be completely the same. While the ADA is a useful starting point, its
guidelines can be a challenge to abide by because the interview process is highly circumstantial.
Further study recommendations could include interviewing high school students. The
interviewees at the hospital were older and so it would be useful to conduct interviews at a
younger age to see if more impact and a stronger interview skill set could be created over time.
Also, it would be beneficial to have experienced human resource professionals help facilitate
and create the content for the study. They would ideally bring in more insight and be able to help
better guide the participants. This would help all the volunteers get a more educational experience
out of the mock interview process.
Another recommendation is to have interviews that are not only in-person verbal interviews,
but to also include situational assessments that would allow human resources personnel to see the
skill set of an applicant. This type of interview could allow human resources professionals the
ability to “see” skills rather than relying on an applicant’s ability to communicate to describe their
performance.
Lastly, it was suggested that the interviewer fill out the interview questionnaire form as well
as ask the interview questions. The study was set up where two people were conducting the
interview, so that the volunteers would not be overwhelmed. Also, having two interviewers in a
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room at once is a wise practice, so it was thought one could ask questions and the other complete
the questionnaire to help avoid any stress and create good habits.

Ch.8 Conclusion and Takeaways
Overall, the ADA is a good guideline, but it does not really help prepare or give a clear
answer as to how human resources should interact with disabled candidates. While the ambiguity
may be intentional to create flexibility based on scenarios, it can often force human resources
professionals into a tight spot. Human resources professionals need to be able to observe signs
that the candidate may need more time and make sure they know how to communicate with a
person who may be lacking in the ability to communicate the same as other candidates. Also, the
candidates may not be able to understand they need to self-disclose their disability. Human
resource professionals should consider that several organizations conduct phone interviews
before face to face interviews, and this may not be a benefit to a candidate who needs at least a 30
second break to think before answering the questions. This helps save the organization time and
money, but if the candidate did not understand to self-disclose and failed during a phone
interview, the company should be cautious and try to take this scenario into account. The study
showed that both parties are willing to make the interview process smoother, either by
understanding how to ask questions or getting the proper training to be prepared for an interview.
There is not a simplified answer to the question of the study. While ADA regulations have come
a long way and opened many opportunities, they may have also created another problem to solve
in the process. People with disabilities are capable and should be interviewed fairly. It can be
easy to ask the same questions of every candidate, making all jobs equal opportunities, but do
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those questions really apply to all that interview? Also, how often must a human resource
professional rephrase a question to help the candidate better understand what they need to
answer? These questions show areas for improvement.
Overall, this study demonstrated that both parties: human resources professionals and the
candidates, need and desire more practice interviews before having to conduct a legitimate
interview. While the ADA regulations promote equal opportunity interviews, it seems that
abiding by the regulations may sometimes hinder human resources professionals from seeing a
candidate’s true skill set and potential. There seems to be a knowledge gap between what human
resource students have learned and how to execute those skills. The knowledge gap can be
bridged by both parties in the interview processes working together to not only abide by the
ADA, but to use it to help people with disabilities thrive in any interview environment.
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Exhibits
Exhibit A: Pre and Post Study Questionnaire Questions

Exhibit B: Pre-Study Interview Questionnaire Results
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Exhibit C: Post Study Questionnaire Results

Question

How did the interview process and day go overall?
Results
The process went great. One hours was excellent timing. I suggest that the interviewee should complete both forms
that included the interview questions and observation form.

Pretty smooth, after being given instructions.

It went well
It was great overall. It flowed smoothly and was organized.
Question

How easy/hard was it to abide by the ADA laws/ legislation?
Results

Very easy! The ADA laws are typically the same way we treat other applicants. We are just more aware of applicants,
not because of their disabilities but because we want fair and just treatment for all.

Easy, with structured questions laid out for us that have been checked to ensure compliance.

Not hard at all
It was very easy to abide by the ADA laws.
Question
What surprised you?
Results
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The fact that the student were determined and prepared for the interview. The willingness to cooperate to make a
good impression to strengthen their abilities and job hunting experience.

The candidate’s memory retention capabilities.
How easily people with disabilities can be overlooked by first impression
I was surprised with how confident the students were, even
though it was a mock interview.

Questions

What recommendations do you have for prepping students with disabilities for the interview process?
Results

Mock interviews, job shadowing, and training with employers on what they are looking for in candidates.
Since many seemed like they had the ability to memorize data, practicing with more mock interviews would prove to
be beneficial.
Be comfortable talking to people and ask for help if you need something repeated or reworded
Be patient.
Questions
Was there anything about the interviewee’s nonverbal communication that helped or hindered their interview skills
(aka how they presented themselves during the interview)?
Results
They were very related, non-verbal communication was excellent. They seem comfortable and willing to answer the
questions.

The candidates stood up straight, kept their hands clasped in their lap, and remained professional. Some didn’t make
strong eye contact or shake hands with their interviewer.
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No eye contact and fidgeting with their hands that hindered some.

No. They all presented themselves professionally.
Questions
Do you feel that your coursework prepared you for interviewing someone with a disability?
Results
No! My on the job experience and my personal experiences was the key.

It allowed me to understand what couldn’t/shouldn’t be asked. Not necessarily how to facilitate the candidates
understanding.
Somewhat but actual experience is always better.
Yes, I do. My HR coursework and my background in diversity
helped prepare me for this.

Question

How well did the students perform?
Results

Very well! I was impressed with The applicants and how well they were prepared.
There was a variety of performance levels, but most seemed prepared for these interviews and the questions.

Some did better than others
The students performed better than I expected. They all
did a great job!
Question
Does an experience such as this interview day change your perceptions of interviewing and the employability of those
with disabilities? Elaborate.
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Results
My change in perceptions comes from a variety of situations in my life. I’m a disabled student, my husband is a
disabled veteran and my son has a disorder. So, my perception during the interview process has increased my
perception and awareness.

Yes, it has made me more open to the different strengths and challenges that candidates with disabilities can
bring to their place of employment.
No, I have experience interviewing participants from The Arc and kind of knew what to expect.
Yes. It taught me that every job candidate is not the
same and should be treated as such.
Question
What are takeaways from this experience?
Results
We all are human beings doing the best we can with our lives. The strength that I saw in the candidates was beyond
their disabilities. They all just need one chance to believe in themselves.

I am more prepared to re-phrase questions for greater understanding for applicants.

Never give up on an interviewee
My takeaways

Questions
What recommendations do you have for prepping students who are in HR (or the interviewer’s position) for the
interview process when interviewing individuals with disabilities?

Results
Have an open mind! And treat the candidates as a candidate. Be willing to accommodate when necessary. Practice in
the same manner as the disabled candidates practiced and prepared.

Attend opportunities such as this to gain valuable exposure.

Be open and flexible to adjust your style of dialogue.
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Be patient.
Questions
Did their non-verbal communication skills (or lack thereof) make you feel uncomfortable? Was it hard to keep the
interview flowing?
Results
Not uncomfortable, I just didn’t want to make them feel uncomfortable. I was nervous as an interviewer, but not
uncomfortable. They were very approachable.

One candidate needed longer to respond to questions and would sit there processing the information/question which
made it slightly uncomfortable for the interviewer, but when we prompted them with another question he was able to
reply.

Did not feel uncomfortable but the silence was awkward because we were not sure why the candidate was not
responding.
At first, yes, but after a while, I just remembered to give
them as much time as they needed and to rephrase the question if necessary.
Questions
Would you know how to determine if someone requested a reasonable accommodation and how to implement that
request?
Results
Yes, only because as a disabled student, I was able to learn from UAH DSS Office.

Possibly, but I don’t have experience doing this and I haven’t had coursework about this.
Yes
Yes
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Exhibit D: Interview Questions
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Exhibit E: Interview Questionnaire

37

Exhibit F: Post- Interview Questionnaire

Exhibit G: Interview Questionnaire Results
Interpretation of Ratings Results
for %

1-3: poor

4-6: medium

7-8: successful
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Exhibit H: Interview Questionnaire Percentages Graph
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Exhibit I: Post- Interview Questionnaire Results
Post Interview Questionnaire Results
Interpretation of Ratings Results for %

1-2: poor

3: medium

4-5: successful
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Exhibit J: Post- Interview Questionnaires Graph
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